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ABSTRACT 
The general objective of the study was to examine factors affecting organizational 
performance in the manufacturing sector in Kenya. The specific objectives of the study 
were to determine the effect of recruitment on organizational performance at Bidco 
Africa, to establish the effect of employee performance appraisal on organizational 
performance at Bidco Africa, to determine the extent to which training contribute to 
organizational performance at Bidco Africa and to assess the contribution of talent 
management on organizational performance at Bidco Africa. This study is of significance 
to Management of Bidco Africa, Researchers and Scholars. This study used a descriptive 
research design. The target population was 400 staff members from Bidco Africa out of 
which a stratified random sampling was applied to obtain a sample at least 25% of the 
population. Data collection was through questionnaires. The data was analyzed using 
qualitative and quantitative techniques. Qualitative methods involved content analysis 
and evaluation of text material. Quantitative methods involved the use of diagrams such 
as tables and charts.Findings indicated that the recruitment and selection process adopted 
improves performance in the organization especially where candidates are selected on the 
basis of their competency and qualification. Free and objective performance appraisal 
improves performance because when the management conducts individual assessments 
and evaluation the process gives feedback to employer/employee about their performance 
expectations. Training improves performance and efficiency. Good training analyses the 
needs before the actual process. From the findings relating to whether the company has 
recruitment and selection practices that attract best talents respondents ,the company has 
recruitment and selection practices that attract best talents to ensure that talents are 
identified and nurtured with a view of having them applied in various departments. For 
recruitment to be effective first candidates are selected on the basis of their competency 
and qualification. Secondly the organization should conduct recruitment following the 
correct procedure and that the organization use both internal and external 
recruitment.Performance appraisal should be conducted frequently and management 
should make sure that the employees are oriented on performance appraisal procedures. 
All staff should also be subjected to the appraisal system. The management should 
conduct individual assessments and evaluation and ensure that all managers are involved 
in the appraisal process.The company should support employee training and career 
progression and ensure that training opportunities to learn and grow exist at the 
company.Senior executives should spend significant amount of time devoted to managing 
talent management issues in the company. The researcher recommends that the study be 
extended to other organizations a part from Bidco Africa to identify other factors a part 
from those identified by this study.  
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OPERATIONAL DEFINITION OF TERMS  
Employee Performance Appraisal 
Reviewing employee performance on a regular basis to make decisions regarding merit  
Pay, pay increases, transfer, or promotion.  
 
Recruitment   
Process of selecting staff and matching their qualifications to job requirements with an  
aim to employ them. 
 
Human Resource Planning   
Managing labor demand in relation to supply. 
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Provision of knowledge and skills in a given field based on need analysis of employees. 
 
Talent Management 
Identifying individual strengths and capabilities and utilizing them for the benefit of the  
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CHAPTER ONE 
INTRODUCTION TO THE STUDY 
1.0 Introduction 
This chapter contains the background of the study, statement of the problem, the purpose 
of the study, research objectives, research questions, the hypothesis, justification of the 
study and scope of the study.  
1.1 Background of the Study 
Continuous performance is one of the major goal of many organizations all across the 
globe because it performance is the normal measure of organisation growth and 
development. Further organizational performance is one of the major important variables 
in management research and a parameter of growth and development (Upadhaya, 2014). 
The definition of organizational performance in literature is difficult because of the many 
meaning that exist. The concept stretches back to the 1950s when it was viewed as a 
process in which organizations all across the globe, looked at it as a social system 
fulfilled their set goals. During this time performance evaluation was based on work, 
organizational structure and people. Later in 1960s and 1970s organizations started 
exploring new ways of evaluating their performance thus viewing performance as the 
organisation capability in the exploitation of its environment for assessing and using the 
diminishing resources. (Richard at al, 2009). 
 
The concept of organizational performance emanates from the concepts of efficiency and 
effectiveness. A business organization must produce the right products and services and it 
must produce them using the fewest possible inputs if it is to have a strong organizational 
performance (Yongmei,2007). Organizational performance can be measured by analyzing 
a company's performance as benchmarked to its corporate goals and the set objectives 
based on three primary outcomes namely financial performance, market performance and 
shareholder value performance. 
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Businesses aim at performing well in a many area in the organization. They strive to do 
well financially in terms of achieving high profitability and good returns on investment. 
Another area is where companies strive to achieve high market share by producing 
products that are on demand and offer them at competitive prices in the market. They also 
strive towards value creation for their shareholders by ensuring continuous and 
sustainable value of growth and shareholders return (Buchanan, 2014). Research on 
organizational performance actually includes multiple performance measures in form of 
traditional accounting measures such as the market share, sales growth, return on assets, 
return on equities and profitability.  
 
Other goals in addition to the above include measures such as customer satisfaction and 
non-financial goals of the stakeholders which are important elements in measuring 
performance of privately owned firms (Cheng, 2011).This is an approach in line with 
Kaplan and Norton’s balanced score card model which proposes that the performance of 
a firm should be measured in four perspectives namely financial, customer, learning and 
growth and internal business processes.Accordding to the balanced score card approach, 
managers should use both financial and non-financial measures to evaluate the firm.  
 
1.1.1 Manufacturing Sector in Kenya 
Kenya has been profiled as a favorite destination for investors that are willing to invest in 
manufacturing. This is on the grounds that Kenya has outstanding amongst other work 
powers in Africa, an exceptionally beneficial rural division which makes a trustworthy 
wellspring of crude materials for agro based makers, a genuinely adaptable ﬁnancial 
administrations part, bankable broadcast communications and nearness to port offices. 
The nation additionally has the favorable circumstances as far as area where it is a portal 
to the vast majority of the landlocked nations in East and Central Africa.  
 
As indicated by the Economic Recovery Strategy for Employment and Wealth Creation 
Report, the assembling area in Kenya is a noteworthy wellspring of development with 
high potential for development and venture. The assembling part additionally has an 
extraordinary part in vision 2020 as far as controlling riches creation and making of 
business. A portion of the distinguished targets incorporate the improvement of Special 
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Economic Zones (SEZs), Industrial bunches, Industrial parks, advancement of little and 
medium scale fabricating firms, commercialization of innovative work comes about, 
advancement of specialty items fascination of vital speculators in key divisions, (iron and 
steel enterprises), machine apparatuses and hardware, agro–handling, make of compost, 
engine vehicle get together and produce of extra parts.  
 
A portion of the key assembling subsectors that have recorded expanded request in the 
current past incorporate brew and wheat, cigarettes, stirred iron sheets and cement. These 
subsectors recorded an expansion underway between the year 2003 and 2005 especially 
concrete which is a decent marker of financial action. On the shopper merchandise side, 
merchandise fabricated locally incorporate prepping items and stationery. The areas 
general objective is to expand its commitment to the GDP by no less than 10% for each 
annum as visualized in the Vision 2030. 
 
Bidco Africa founded by Bhimji Depar Shah in 1970 is being used in this study since it’s 
the leading manufacturer in fats, edible oils, margarine and soaps in Africa.  Bidco Africa 
is a consumer goods manufacturing company located in Thika Town Kenya, with 
branches and distributorship across sixteen nations in East Africa, Southern Africa and by 
and large Central Africa. Some of its Products are edible oils, fats and margarine, 
detergents and laundry bar soaps, baking products, beauty and personal care products. 
The company owns over forty brands and is the largest producer, marketer and retailer of 
consumer goods in the region. Bidco Africa has manufacturing plants in Kenya, Tanzania 
and Uganda.  
 
Initially the Company manufactured garments but later in 1985 and 1991 it ventured into 
soap production and manufacturing of edible oils respectively. Bidco’s first acquisition 
was in 1998 when it acquired Elianto unit from UNGA Group a company listed on the 
Nairobi Securities Exchange. The year 2001 marked the entry of Bidco into one of 
Africa’s fastest growing markets as it expanded regionally and was launched in Tanzania 
through creation of Bidco Oil and Soap Ltd in Dar es salaam. Bidco Africa acquired 
Unilever’s leading brands in soap and edible oil business in Kenya in 2002.Brands such 
as cowboy and Kimbo were bought into its stable .The company expanded into Uganda 
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in 2005 and official opened Bidco Uganda Limited Complex in Jinja a plant that 
produces products for the Uganda local market and the export markets. 
1.2 Statement of Problem 
While, a number of organizations have made attempts to manage organizational 
performance using dimensions such as financial performance such as  customer service, 
shareholder return, social responsibility such as employee stewardship, community 
outreach, corporate citizenship among others, most of management strategies are aimed 
to gain competitive advantage in the external environment thus forgetting internal 
environment factors such as recruitment, employee performance appraisal ,training and 
talent management. When these internal factors are under looked they result to various 
obstacles such as labor disputes and un rest amongst organizations and their 
representatives or decreases in constrain because of the move of work seaward which 
damages industry notoriety by low wages and not as much as attractive working 
conditions, notwithstanding quality-control issues. There seems to be a gap between 
external environment factors that enhance organizational performance and internal 
factors that enhance organizational performance. The researcher is of the opinion that 
internal factors have been given less attention thus the need to establish factors affecting 
organizational performance in the manufacturing sector in Kenya 
1.3 Objectives of the Study 
The general objective of the study was to investigate factors affecting organizational 
performance in the manufacturing sector in Kenya. 
The specific objectives of the study were: 
i. To determine the effect of recruitment on organizational performance at Bidco 
Africa 
ii. To establish the effect of employee performance appraisal on organizational 
performance at Bidco Africa. 
iii. To determine the extent to which training contribute to organizational 
performance at Bidco Africa. 
iv. To assess the contribution of talent management on organizational performance at 
Bidco Africa. 
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1.4 Research Questions 
i. How does recruitment affect organizational performance at Bidco Africa? 
ii. In what ways does employee performance appraisal affect organizational 
performance at Bidco Africa? 
iii. How does training contribute to organizational performance at Bidco Africa? 
iv. To what extent does talent management affect organizational performance at 
Bidco Africa? 
1.5 Significance of the Study 
1.5.1 Bidco Africa 
This study will help investigate the factors affecting organizational performance in Bidco 
Africa. The findings and recommendations may be of great importance to Bidco Africa in 
enabling its management and management of various manufacturing firms review, align, 
and shape their practices to facilitate achievement of growth through collective efforts. 
 
1.5.2 Other Researchers 
This study can also be a foundation for future researchers carrying out their studies in 
organizational performance and other related fields. They can use it to conduct studies in 
the recommended areas for further studies and use it as a source of reference.  
1.6 Scope of the Study 
The study shall be carried out at Bidco Africa to assess the factors affecting 
organizational performance in the departments of human resources, procurement, 
marketing and finance. The target population shall be 100 out of 400 employees of which 
stratified random sampling shall be used to sample at least 25% of the population. The 
proposed study period is May 2017 to August 2017. 
1.7 Chapter Summary 
This chapter has covered literature on organizational performance, the manufacturing  
sector in Kenya, Bidco Africa, statement of problem, objectives of the study, research 
questions, significance of the study, limitations of the study and scope of the study.  
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      CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter contains the theoretical review consisting theories related to the study and an 
empirical review consisting of literature related to the objectives of the study. 
2.1Theoretical Literature Review 
This research was anchored on the following theories. Resource based theory and human 
capital theory which are discussed next. 
 
2.1.1 Resource Based Theory   
While early works have pointed out organizational resources as an essential asset to a 
company’s success (Penrose,1959), it has widely been noted that resource based theory 
surfaced around 1980s. Thereafter a number of researchers started arguing that factors 
within or internal to a firm, like its resources and capabilities, greatly determined its 
profits. The RBV stresses that organization's assets are essential determinants of 
execution and upper hand. Wellsprings of Competitive favorable position are dissected in 
light of two presumptions (Peteraf and Barney, 2003). Initially, it's accepted that 
organizations inside a vital gathering or an industry are heterogeneous with reference to 
the heap of assets that they control. Also, it's accepted that asset heterogeneity may 
persist for quite a while on the grounds that assets used to help execute firms' techniques 
may not be versatile crosswise over firms consequently implying that a few assets can't 
be exchanged factor advertises and are hard to impersonate and amass.  
 
Dierickx (2002) calls attention to that if Resource uniqueness is seen as a noteworthy 
condition for an asset package to add to an upper hand what at that point takes after is 
that if all organizations in the market have a similar sort of assets, a system accessible to 
one firm will likewise be accessible to different firms in the market. RBV is a 
productivity based clarification of execution contrasts (Peteraf and Barney, 2003) 
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whereby execution differentials are seen as gotten from lease differentials, owing to 
assets having characteristically extraordinary levels of proficiency as in they empower 
the organizations to convey more noteworthy advantages to their clients for a given cost 
or can convey a similar advantage levels for a lower cost.  
 
The Resource based hypothesis additionally contends that the authoritative abilities and 
assets which are important, non-substitutable, uncommon and incompletely imitable 
solidly frame a reason for an organization's supported upper hand. The hypothesis 
recommends that an organization can accomplish a supported upper hand through the 
improvement of skills that are particular to a firm, deliver somewhat complex social 
relationship, dug in the history and culture of a firm and create implied authoritative 
information (Odhong 2013).  
 
RBV has been reprimanded and its initially set of musings identify with the circularity or 
redundant nature of the asset based hypothesis, unit of examination, exogenous nature of 
significant worth, the state of heterogeneity, the disregard of the earth and the behavioral 
presumption hidden the state of non-imitability (Foss,1998). Furthermore, greater part of 
commitments towards the RBV take singular asset as the important unit of examination 
to ponder upper hand.  
 
Priem and Butler (2001 ) recognize a noteworthy issue, alluded to as the exogenous idea 
of significant worth in the asset based hypothesis. It is concurred that the assurance of the 
estimation of an organization's assets is exogenous to the RBV. Priem and Butler ( 2001) 
reason that hypothesis has contributed next to no to the forecast or clarification of upper 
hand and recommend that researchers address center associations amongst assets and the 
earth since, assets speak to what should be possible while the aggressive condition speaks 
to what must be done to contend adequately inorder to fulfill client needs. 
    
The study focuses on factors affecting the organizational performance in the 
manufacturing sector, employees are key intangible resources that affect performance in 
any organization and if they were well recruited in line with the set organizational 
policies and procedures then taken through the necessary training to understand 
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organizational procedures and processes, unique talents identified and well appraised 
they would give the given organization a competitive advantage, this resonates well with 
the resource based theory in regards to competitive advantage. 
 
2.1.2 Human Capital Theory 
This theory stems from the works of Adam Smith (1776) and scholar Alfred Marshall 
who published his work in (1890). The key presumption is that cash and time spent on 
instruction constructs human capital henceforth one ought to have the capacity to 
evaluate the rate of return (RoR) on such speculation, in a route like venture that is made 
as far as physical capital. It additionally brings up that formal training is imperative and 
vital in enhancing the creation limit of a populace. Human capital hypothesis puts more 
accentuation on the part of instruction in expanding intellectual capacity in this way more 
financially beneficial society. In such manner giving formal training is viewed as an 
interest in human capital.  
 
This view has been bolstered by a few different researchers for instance Psacharopoulos 
and Patrinos think about (2004) in their tittle 'human capital and rates of return'are of the 
sentiment that the nature of instruction measured by psychological aptitudes strongly 
affects singular profit and impacts financial development heartily. McIntosh and 
Vignoles (2001) who considered wages in the United Kingdom additionally discovered 
solid comes back to this venture .Finnie and Meng (2002) and Green and Riddell (2003) 
likewise discovered a similar certainty while directing their investigation in Canada.  
 
Human capital hypothesis likewise brings up that different advantages of training might 
be distinguished regarding efficiency where instruction is said to help enhance creation 
conceivable outcomes and diminish costs (Vila, 2000).  
 
Human capital additionally assumes a vital part in monetary development and destitution 
diminishment. This can be clarified from a macroeconomic point of view by expressing 
that the amassing of human capital enhances work efficiency, upgrades mechanical 
advancement, builds return on capital and in this manner making monetary development 
more reasonable. Human capital is perceived at the macroeconomic level as a key factor 
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of generation in the economy with a wide creation work. Going to the microeconomic 
point of view we can clarify by expressing that instruction builds the likelihood of a man 
to be utilized in the work advertise in this way enhancing the gaining limit. At smaller 
scale level, human capital is viewed as the segment of training that adds to person's work 
profitability and income while being an essential part of firm generation (Cohen and 
Soto, 2007). This is the reason countries, for example, Hong Kong, Korea, Singapore, 
and Taiwan have recorded high rates of financial development while making vast 
interests in instruction 
The theory however does not lack limitations. One major limitation is that the theory 
assumes that education translates into higher productivity hence increased individual 
wages but fails to explain how education and training are translated into higher wages.  
(Unterhalter E, in Deneulin & Shahani, 2009). 
 
Albeit human capital hypothesis faces feedback, a gigantic school of thought concurs that 
instruction is a venture that will most likely pay a profit at the private, social and national 
levels. The human capital hypothesis has truly underlining the requirement for 
arrangement producers to dispense adequate assets towards extension of training and its 
foundation calling attention to that they should endeavor to contribute gigantic wholes of 
cash on instruction, not just as an endeavor to affect information and aptitudes to people, 
yet in addition to give esteems, thoughts, states of mind and yearnings in the general 
population of a country. In a similar respect associations should try to source 
representatives with great capabilities for a given expected set of responsibilities for 
effective yield, still associations ought to energize existing workers on the need to assist 
on their instruction and grasp trainings both at work and off-the activity trainings, which 
runs in accordance with Human capital hypothesis which contends that training builds the 
profitability and effectiveness of laborers by doing as such the association stands to profit 
with expanded yield, less wastages, mechanical advancements and less expenses on 
trainings.  
 
Essentially associations should look to source representatives with great capabilities for a 
given set of working responsibilities for proficient yield, still associations ought to 
support existing workers on the need to encourage on their instruction and grasp trainings 
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both at work and off-the activity trainings, this runs in accordance with Human capital 
hypothesis which contends that instruction expands the profitability and productivity of 
laborers by doing as such the association stands to profit with expanded , less wastages, 
technological innovations and less costs on trainings. 
 
2.2 Empirical Literature Review   
According to Kroon & Van Veldhoven (2009) performance measurement greatly affects 
the achievement of organizational goals and the effectiveness and efficiency of its 
strategic planning process. Along these lines, so as to survey the level of progress or 
generally of a corporate body, its set up key designs regarding the execution of the 
organization in all fronts of operations must be set up. Key arranging institutionalizes the 
procedures of objective/target setting, circumstance examination, elective thought, usage 
and assessment that empower an association to accomplish its objectives and 
destinations.  
 
Olufemi (2009) examined human capital advancement hones and hierarchical in Nigeria's 
keeping money Industry with a perspective of increasing expansive comprehension of the 
hypothetical and experimental connection between Human Capital Development (HCD) 
hones and authoritative viability of Nigerian Banks particularly after the saving money 
division changes of June 2004. Reactions from ponder were broke down utilizing 
engaging insights and Pearson item development relationship. The investigation 
uncovered that contribution in human capital advancement rehearses connect decidedly 
with hierarchical adequacy.  
 
In Kenya Nzuve and Musyoka (2012) led an investigation at National Social Security 
Fund-NSSF titled ''Human Capital Management rehearses embraced by the National 
Social Security Fund'' with a point of deciding the degree to which Kenya National 
Security Fund (NSSF) had received the Human Capital Management hones. Contextual 
analysis configuration was embraced and discoveries uncovered that NSSF had executed 
HCM hones however to an irrelevant degree. Some of their practices included improving 
the association's ability through staff preparing and improvement and setting of clear 
execution models. 
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2.2.1 Recruitment and Organizational Performance 
 
As indicated by Gamage (2014) enrollment and determination are basic capacities 
endowed to the branch of human asset administration. For a business association to work 
easily, enlistment and choice process must be done entirely following the correct system 
so as to choose the correct possibility for the correct occupations. Enrollment is a 
procedure that includes pulling in contender for work while determination is the way 
toward picking the most qualified and very equipped people for arrangement. The nature 
of HR in a firm to a great extent relies upon the adequacy of enlistment and determination 
work out. In the event that organizations enroll and select hopefuls who are not fit to 
perform and convey they will acquire gigantic negative costs which they will be unable to 
bear. Along these lines, the primary reason for enlistment and choice is to acquire the 
correct number of value workers required to fulfill the key objectives and targets of the 
association, at exceptionally negligible expenses.  
 
Sisson (2015), stresses that the initial phase in making focused quality in a firm is 
through enlistment and choice. He additionally focuses on that enrollment and choice are 
center elements of human asset administration. Enrollment and choice assumes a 
noteworthy part for any business or association to work well. Enrollment includes 
efficient stages which incorporate applicant sourcing, masterminding and directing 
meetings, choosing proper hopefuls and this is a procedure that requires numerous assets 
and time. Along these lines, it is imagined that enlistment and determination are forms 
through which firms request, contact potential deputies, and consider them for 
arrangement.  
 
Costello (2014) depicts enlistment as a procedure and the arrangement of exercises that 
are utilized to lawfully acquire the correct number of qualified people at the correct 
minute. At the end of the day, the enrollment procedure furnishes the association with a 
pool of possibly qualified occupation applicants from which wise determination can be 
made to fill opening. Great and standard enlistment start with appropriate and compelling 
work arranging and determining. Amid staffing process, associations for the most part 
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think of ways that either fills or disposes of future employment opportunities in view of 
an investigation of future needs, ability accessible inside and outside of the association, 
and the present and expected assets expected to extend and hold the ability.  
 
Enrollment goes for furnishing an association with a pool of qualified and able 
occupation applicants. The nature of candidates pulled in decide the nature of human 
asset in an association since choice will be done from those applicants pulled in. Henry 
and Temtime (2009) opined that enrollment is the section purpose of labor into an 
association and the correct way an association should dependably follow keeping in mind 
the end goal to ensure they have pulled in the perfect people so their general vital 
objectives are accomplished.  
 
As indicated by Otieno (2013) enlistment and choice is the main procedure that can 
decide critical choices as to which applicants get business offers. The primary point is to 
enhance the fit amongst worker and the association, work prerequisites and groups 
subsequently making a superior workplace .Sophisticated enlistment and determination 
frameworks guarantee a legitimate fit between the capacities of an individual and the 
necessities of an association. Mulei and Karanja (2011) brought up that work solidness is 
accomplished through a determination technique in view of capacity.  
 
Soliman (2000) called attention to that enrollment is exceptionally basic to administration 
procedures and disappointments emerging from it can make troublesome circumstances 
in an association like wrong levels of staffing and negative impacts on its gainfulness. 
Gupta (2006) watches that choice can be seen as either picking proper applicants or 
dismissing unfit competitors, or a blend of both. The determination procedure 
appropriately expect that hopefuls are more than the quantity of employment 
opportunities accessible. (Prasad, 2005) underlines that the principle significance of 
determination process is to separate however much data as could reasonably be expected 
about the contender to affirm their appropriateness for arrangement.  
 
In an investigation by Kepha (2012) to build up the impact of enrollment and choice on 
the execution of representatives in explore organizes in Kenya, discoveries uncovered 
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that there is a high connection between's worker execution and enlistment and 
determination at 0.374 and additionally prescribed that exploration establishments ought 
to entirely take after occupation detail rules when filling empty positions.  
 
In another examination by Omolo (2012) researching the impact enrollment and choice 
has on the execution of Small and medium endeavors in Kisumu region in Kenya, the 
discoveries uncovered that the normal execution of SMEs with great enlistment and 
choice was 81.90% with direct at 67.94% and poor at 53.90%. Enrollment and choice 
record for 40.8% of the aggregate fluctuation in execution of Small and medium 
undertakings implying that enlistment and determination had impact on execution of 
SMEs in Kisumu. 
 
2.2.2 Employee Performance Appraisal and Organizational Performance 
 
According to Alo (1999) performance appraisal is a process rating, measuring or 
assessing an employee’s or a group of employee’s performances on a given or an 
assigned task over a period of time. Basing on these words then performance appraisal 
should be deliberate and calling for good approach to find out how individuals are doing 
in performing their tasks. Atiomo (2000) noted that performance appraisal is good and 
effective system that provides organizations with a way of establishing employee’s 
performance levels and further establishing the areas that requires urgent attention for job 
improvement. All organizations should ensure that employees are aware of their tasks 
and responsibilities and the process of how they are going to be appraised in order to 
make performance appraisal effective. The information collected from performance 
appraisal forms basis for the primary platform for personal development and these should 
further be communicated to the subordinate for immediate action. 
 
Atiomo (2000) construed that performance appraisal specific purpose is not only pay 
increment but it also serves a wider range of objectives like improving communication, 
motivation and present performance, identifying training needs and help in pay 
determination. 
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In a meta-analysis by Gupta & Kumar (2012) to determine the influence of performance 
appraisal on job satisfaction among 10 firms using qualitative analysis, the results of the 
studies showed that personality traits of raters influences rating decisions. Other factors 
include employees’ satisfaction and clear understanding of performance appraisal 
process, performance appraisal feedback to all stakeholders, or, then again 
representatives' assessments of the apparent quality, equity, and decency of the execution 
examination administration (Gupta and Kumar, 2013). Further, representative 
cooperation in the whole execution examination practice is decidedly identified with the 
fulfillment with the execution evaluation framework, saw decency, and acknowledgment 
of such a training.  
 
Execution examination is seen as a standout amongst the hugest device for an association, 
since data accumulated exceedingly helpful in settling on choices viewing different work 
force angles, for example, advancements and legitimacy increments. Execution measures 
additionally interface data social event and basic leadership forms, which give a premise 
to judging the adequacy of faculty sub-divisions, for example, enrolling, choice, 
preparing and remuneration (Coens and Jenkins, 2000).  
 
In an investigation did by Ndirangu and Ngari (2014) to set up the impact of execution 
evaluation quality on worker execution in venture administration firms in Kenya. He 
utilized numerous relapses and in his discoveries set up that execution desires had impact 
on work execution as it were. 
 
2.2.3 Training and Organizational Performance 
 
According to Saleem and Mehwish (2011) training refers to a developmental program 
aimed at increasing employee’s skills and knowledge which later translates to increased or 
improved performance both at the individual and organizational level. Organizations can 
avoid wasteful investments by having highly skilled, knowledgeable and creative 
employees who can work efficiently to improve performance of the organization. Training 
therefore is one of the significant and core roles of human resource administration as it 
ensures effective use of human resources. Training enhances capabilities of employees, 
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motivates them and transforms them into well-mannered, organized and hardworking 
individuals and this ultimately affects the performance of an organization.  
 
 People who work within an organization determine its effectiveness and success through 
how they best apply their learned skills and knowledge at work. It therefore follows that 
for employees to make meaningful contributions at work and diligently perform their 
duties as required in order to achieve organizational objectives, they need to have pertinent 
skills and information and keep on improving them through continuous training (Ospina 
and Watad, 1999). Putting this fact into consideration, Organizations must therefore assess 
training requirements of representatives and adjust them to the necessities and destinations 
of the association keeping in mind the end goal to realize the vision and mission of the 
association.  
 
In the expressions of Tharenou et al (2007) the primary reason for preparing is to advance 
the association's viability. Preparing likewise affects representative execution and in 
addition hierarchical execution. In a similar view Aguinis and Kraiger (2009) indicated out 
that preparation enhances authoritative efficiency, adequacy, income and productivity and 
different results or advantages straightforwardly identified with preparing in enhancing 
nature of administrations. 
According to Thang and Drik (2008) it’s actually the human resources that determine the 
success of any organization and not the physical resources at their disposal. This therefore 
means that organizations should put effort and energy in increasing their investment on 
manpower through continuous training so that in return they can offer unique expertise and 
knowledge to the company. In the same line, Olaniyan and Lucas (2008) are of the opinion 
that training highly increases employees’ capability to contribute to the ideal performance 
of the organization. 
 
According to Coetzee & Schreuder (2013) employees look for organizations that are 
prepared to afford them some type of training and development opportunities. This can be 
in form of bursaries on the job training and ongoing development opportunities. This leads 
to affective commitment because the employees strongly identify with the organization if 
their personal goals are being met by that organization .This affective commitment usually 
prompts employees to stay with the organization. Therefore, it is very important for any 
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organization to provide its manpower with adequate training and ensure that they are 
satisfied. 
 
 
In a study by Mutua, Karanja and Namusonge (2012), the findings revealed that training 
is a core motivation tool of the various Human Resource Management Practices that are 
used for employee retention and development. The different kinds of training given to 
employees, incorporate at work and off-the-work preparing, professional preparing, 
modified directions, apprenticeship preparing and so forth. They additionally discovered 
that worker happiness with reference to short and long haul compensates extraordinarily 
impacted general fulfillment than satisfaction with social connections or work power.  
 
As indicated by Otuko (2013) there is a noteworthy and positive impact between 
appraisal of preparing needs and worker execution. In his investigation led with regards 
to Mumias Sugar Company Limited, the discoveries uncovered that the substance of a 
preparation affect the worker execution. 
 
2.2.4 Talent Management and Organizational Performance 
 
 In the words of Armstrong (2008) talent management is a designed strategy 
organizations use to attract, keep, motivate, train and develop talented people it needs 
now and in the future. Price (2007) sees talent management as a strategic approach to 
develop highly skilled, competent and motivated workforce through recruitment, 
development and retention. Therefore talent management is a human resource function 
designed to attract, recruit, retain, develop and motivate a qualified, creative, innovative 
and most competent workforce and utilize them fully with the aim of increasing 
workplace productivity. Talent management entails identifying real and unique talents 
employee’s poses and put a framework in place to nurture them so that current and future 
business needs can be realized.  
 
 
As per Business Review Management, (2013) Kenyan firms confront the test of lack of 
ability. These difficulties incorporate enlisting, holding, preparing and propelling 
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proficient ability. In addition, Shortage of ability administration is knowledgeable about 
both expert and non-proficient administration in Kenya. For instance, early retirement 
prompts deficiency of staff as there are no qualified work force to fill these positions. 
Kenani, (2011) brought up that there is a pressing need to increment logical information 
and abilities of the workers at geothermal organizations in Kenya. This implies Human 
asset administration should put more accentuation on the profitable improvement and 
utilization of individuals in the organization to all in all accomplish the key business 
targets of the association.  
Human resource managers globally are still facing a set of challenges with talent 
management. Although talent management is viewed as a new concept most of its 
approaches like attracting, keeping, developing, motivating and succession planning 
cannot be classified as new concepts as they are activities that have been integrated in 
other functions of human resource management. Talent management is not a process 
limited to managing individuals in an organization but a broader concept entailing 
management of skills, competencies, abilities, careers, concerns, needs, fears and 
expectations of employees the organization values and anticipates to utilize fully in order 
to realize its current and future needs. Talent management offers strategic leverage to 
organizations today and it requires active participation not only from the human resource 
department but also from other departments in the organization, Top management, 
middle management and supervisors including employees. In essence, talent management 
is the vehicle to move the organization to where it wants to be. 
 
In an investigation directed by Mangusho and kipkoech (2015) at Del Monte Kenya on 
impact of ability maintenance on worker execution, surveying how ability fascination 
effects, and impacts learning and improvement on representative execution in the 
refreshment business in Kenya discoveries uncovered that the activity maintenance 
propelled the workers of Del Monte, prompting extreme execution. The examination at 
that point prescribed that the administration ought to guarantee the workplace was 
alluring to the representatives in order to persuade them and hence prompt enhanced 
execution. 
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2.3 Summary and Research Gaps 
The researcher concurs with literature review from other authors generally that 
recruitment, employee performance appraisal; training and talent management affect 
organizational performance. However, the studies in support of these findings were 
conducted in other firms not in the manufacturing industry and Bidco Africa in particular. 
This study thus endeavors to establish the factors affecting organizational performance in 
the context of the manufacturing industry and Bidco Africa in particular. 
 
2.4 Conceptual Framework 
The presentation of independent and dependent variables of the study is as follows. 
 
Independent Variables     Dependent Variable 
 
 
 
 
 
 
                                                                                            
 
 
 
 
 
  
Figure 2.1 Conceptual Framework 
 
 
 
 
Organizational 
Performance 
Recruitment 
Employee Performance 
Appraisal 
Training 
Talent Management 
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2.5 Operationalization of Research Variables  
Organizational performance is the dependent variable of the study. It comprises the 
definite output or organizational results as restrained against its planned output. For 
purposes of conducting analysis in this research the dependent variable organizational 
performance, will be measured by recruitment, employee performance appraisal training 
and talent management, which will be measured using items stated below under 5-point 
Likert Scale. 
  
 
2.5.1 Organizational Performance 
Most commonly used methods for measuring organization performance can be classified 
into five categories of performance that is financial performance, operational 
performance, customer satisfaction, employee satisfaction and learning and growth 
(Tonga, 2007). Financial performance can equally be measured in terms of return on 
investment, competitive position market share growth, overall profitability, sales volume 
growth, cash flow and Profit improvement (Yeung., et al 2006). Operational performance 
is measured by productivity, overall quality performance, timeliness, quality 
improvement, waste reduction, production performance improvement (Fuentes& Montes, 
2006). Employee satisfaction is measured by employee morale, employee growth and 
employee productivity (Rahman, 2006) 
 
2.5.2 Recruitment   
 Ofori and Aryeetey (2011), enrollment is the way toward drawing in able people to look 
for work in an association. The fundamental reason of enlistment is to furnish the 
association with a pool of capable and qualified occupation applicants. Nature of 
candidates pulled in to an association decides the nature of human asset utilized in an 
association. With a specific end goal to make enrollment fruitful, an association must 
take after the correct strides to guarantee they have the perfect individuals who can fit 
well in their workplace to accomplish the objectives of the association. 
 
The study will use following items to measure recruitment and selection practices, which 
include: frequency of recruitment, method of recruitment, recruitment procedure, 
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recruitment through merit and qualification, performance improvement through 
recruitment and recruitment success. 
 
 
2.5.3 Employee Performance Appraisal   
Fajita (1997) argues that performance appraisal is a process in which employee’s 
capability is determined, further levels are also identifying and areas that needs to 
improve in order to fully utilize the available human resource. The study will develop 9 
items to measure, which include: Performance is fair and objective; Performance 
appraisal is developmental; All managers participate in the appraisal process;  
Management conducts individual assessment and evaluation ; All staff are subjected to 
the appraisal system; Employees are oriented on performance appraisal procedures; 
performance appraisal is conducted frequently; Performance appraisal gives feedback to 
employer and employees; performance appraisal improves performance. 
 
2.5.4 Training 
 Training is a method of increasing the capabilities and knowledge of organisation staff in 
order to advance their performance. Therefore, training is a very essential component in 
organizations that want to record high levels of performance. Training must be a 
continuous activity in every organization that wants to achieve high. This study will use 
following items to measure training practice: Training opportunities to learn and grow are 
available; Company supports employee training and career progression; Training leads to 
promotion and career growth; Training is conducted frequently; Training improves 
performance and efficiency; Training analysis is done and training needs identified; 
Trainings conducted are a success; Training programs are practical and do relate to the 
actual problems at work. 
   
2.5.5 Talent Management 
 Managers should be keen on spotting talent when engaging their employees as this 
ensures employees are competent enough to meet the set targets. Additionally, existing 
talent in the workplace should be taken into much consideration, so that only employees 
with complementary skills are employed and assisted to realize their potential. 
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This study will use the following adopted form of measuring talent management: There 
are structured systems of developing talent in the organization to meet the new growth 
and change requirements: The firm has established specialized department which deals 
with employees with special talents; Talent management strategy is embedded in the 
overall strategic planning; The company has recruitment and selection practices that 
attracts the best talents; The talent review sessions consist of cooperative and 
collaborative decision making; Talents are well developed in the company; Talent 
management methodology is formal, very much archived and imparted to all workers; 
Senior administrators invest huge measure of energy committed to overseeing ability 
administration issues; Talent management  improves performance in our company. 
           
2.6 Chapter Summary 
This chapter referred to as literature review involved identification of documents and 
review of literature basically theoretical literature concerned with theories related to the 
study, empirical literature concerning literature in line with the specific objectives namely 
recruitment, performance appraisal, training and talent management. It has further 
presented a conceptual framework showing relationship between the study variables and 
a summary of gaps showing the gaps that this study endeavored to fill. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
The chapter analyzes the research design, study area, target population sample and 
sampling techniques, data collection instruments, pilot study, data collection procedures, 
data analysis and presentation, Ethical considerations and chapter summary. 
3.1 Research Design  
According to Mugenda & Mugenda (2003) a research design is an outline, scheme or 
plan used to generate answers to research problems. Basically, it’s the plan and structure 
of investigation. Descriptive research design was employed in this research paper. The 
design seeks to establish factors associated with certain outcomes, occurrences, 
conditions or types of behavior. Descriptive research is a logical examination strategy in 
which information is gathered and broke down with a specific end goal to depict the ebb 
and flow conditions, terms or connections concerning an issue. 
3.2 Target Population 
Target population is the totality of elements under study (Kothari 2004). The target 
population of the study included 400 staff from Bidco Africa. This is presented on table 
3.1 below 
Table 3.1 Target Population 
Target Population Frequency Percentage 
Top Management 22 6 
Middle Management 34 8 
Lower Management 42 11 
Subordinate Staff  302  75 
Total 400 100 
 
 Source Bidco Africa (2017) 
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3.3 Sample and Sampling Technique 
Stratified random sampling techniques was employed in this study. The researcher used 
stratified random sampling because it enables empowers speculation of a bigger populace 
with a room for mistakes that is factually definite (Mugenda and Mugenda, 2003). The 
example measure was no less than 25% of the objective populace. 
Table 3.2 Sample size 
Target Population Frequency Sample (25%) Percentage 
Top Management 22 6 6 
Middle Management 34 8 8 
Lower Management 42 11 11 
Subordinate Staff 302 75 75 
Total 400 100 100 
 
Source Bidco Africa (2017) 
3.4 Data Collection Instruments 
A research questionnaire was used for primary data collection during the study. This was 
helpful as it assured anonymity and confidentiality of the respondents. This instrument 
was selected because data collected could be quantifiable thus making it easy in 
generalization of findings.  (Mugenda & Mugenda 2003) 
 
 3.5 Pilot Study 
The research instrument was pilot tested to pre-test the methods and tools of primary data 
collection. Developed questionnaires were sent to some selected sample respondents and 
then the information acquired evaluated to access their reliability of the data collection 
tools. 
 
3.5.1 Validity 
According to (Mugenda & Mugenda 2002) validity denotes the correctness and 
meaningfulness of the inference made, grounded on results obtained. The developed 
instruments were presented to the supervisor and other research experts to evaluate the 
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applicability and appropriateness of the content, clarity and adequacy of construction of 
the instruments from a research perspective. 
 
3.5.2 Reliability Test 
Reliability is the degree to which the data collection instrument produces the same results 
on replicated trials (Orotho 2009). To ensure reliability of the questionnaire the researcher 
used the Test–retest method where by selected respondents were given the questionnaire 
twice, with the second administration coming a week after the first. The obtained 
correlation coefficient indicated the stability of the scores.  
3.6 Data Collection Procedures 
The study questionnaires were given out on a drop and pick basis. The respondents were 
issued with the questionnaire and given three days to enable them complete. After their 
response the researcher went back to collect the responses from a central location. 
3.7 Data Analysis and presentation 
Data analysis process is the way toward bundling the gathered data by placing it all 
together and organizing its principle parts such that discoveries can be effortlessly and 
adequately imparted (Mugenda and Mugenda 2003). After the hands-on work, all polls 
were painstakingly checked for dependability and confirmation. Altering, coding and 
organization were then done. Information was broken down utilizing subjective and 
quantitative procedures. Subjective strategies included substance investigation and 
assessment of content material. Quantitative techniques included the utilization of graphs, 
for example, tables and diagrams through computer software –Statistical Package for 
Social Sciences (SPSS). 
3.8 Ethical Considerations 
3.8.1 Informed consent 
Research ethics requires that consent be obtained where participants are to engage in a 
data collection process. To ensure informed consent the researcher obtained an 
introduction letter which was given out with the research instrument. This ensured that 
the respondents were well informed about the study. 
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3.8.2   Voluntary Participation No participant should be forced to partake in the 
research. Upon requesting the respondents to participate the researcher, the will to 
participate or not was a personal decision. This ensured that only willing respondents 
participated thus contributing to the validity of the findings. 
 
3.8.3 Confidentiality 
In the letter of introduction the researcher mentioned that all the information collected 
would be used for the resolution of the academic study only and not any other 
controversial purpose. This went a long way in assuring respondents that the data they 
give would be handled with care. 
 
 3.8.4 Anonymity  
This study did not require respondents to disclose their identity as a matter of protecting 
them. The respondents were therefore not required to write their names anywhere on the 
questionnaire so that their identity remains safeguarded. 
3.9 Chapter summary 
This chapter referred to as research methodology has covered items related to the 
research design which was descriptive research design, the target population which was 
400 staff from Bidco Africa, the sampling technique which was stratified random 
sampling, the sample size which was at least 25% of population giving 100 respondents, 
the data collection instrument which was questionnaire, data collection process, data 
analysis techniques and ethical considerations. The next chapter is data analysis, 
presentation and interpretation. 
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETATION 
4.0   Introduction 
This section gave the presentation data analyzed. Both tables and figures were used to 
present the data collected and explanation given in each case. 
4.1 Presentation of Research Findings 
 
4.1.1 Response Rate Analysis 
Table 4.1 Response Rate analysis 
Responses Frequency Percentage 
Response 82 82 
Non response 18 18 
Total 100 100 
Source; Researcher (2017) 
Out of the 100 questionnaires that were issued to respondents, 82 (82%) of them were 
submitted while 18 (18 %) were not submitted partly due to the fact that respondents 
were not available during the time of collection. As per to Mugenda and Mugenda (2003) 
the study  response rate was high being above the thresh hold of 65%. 
Table 4.2 Gender of Respondents 
 
      
                                    
                             Frequency Valid Percent Cumulative Percent 
Valid Male 48 58.5 58.5 
Female 34 41.5                           100.0 
Total 82 100.0                          
Source; Author (2017) 
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From table 4.2 the percentage of gentlemen participating in the study was high at 58.5% 
followed by female at 41.5%.This shows that that there were more men than women in 
the organization however with a small difference showing that the organization is on 
track towards gender balance in the workplace. This could also be associated with the 
fact that most jobs in manufacturing sector require the input of men. 
 
Figure  4.1 Age of Respondents 
 
Source; Author (2017 
The figure 4.1 shows the age bracket of respondents. From the figure 11% aged 18-25 
years,22% aged 26-35 years,32.9% were aged 36-45 years while 8.5% had 55 years and 
above. From this it can be observed that the majority were aged 36-45 years at 32.9% 
meaning the majority were middle aged staff. 
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Table 4.3 Position Level 
  Frequency Percent Cumulative Percent 
Valid Top Management 6 7.3 7.3 
Middle management 22 26.8 34.1 
Lower management 41 50.0 84.1 
Subordinate staff 11 13.4 97.6 
Missing system 2 2.4 100.0 
Total 82 100.0  
Source; Author (2017) 
The responses in table 4.3  as shown above relate to the various positions held by the 
respondents in the organization. Respondents (7.3%) were in top management positions, 
26.8% middle level management, 50% lower management and 13.4% subordinate staff. 
These findings shows that almost of the respondents were from lower level management 
followed by idle level management. This status emanates from the busy schedule of top 
management limiting their participation in the study. 
 
Figure 4.2 Highest Education Level 
 
Source; Author (2017) 
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The study also wanted to establish the respondents level of academic qualification. From 
figure 4.2 above, 9% had at least master’s degree, 11% certificate, 39% diploma and 41% 
1st degree. This shows that the respondents were educated and well informed since the 
majority at 41% had at least a 1st degree followed by diploma at 39%. 
 
 
4.1.2 Recruitment and Performance 
Table 4.4 Recruitment is frequently conducted 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 3 3.7 3.7 
Disagree 6 7.3 11.0 
Neutral 20 24.4 35.4 
Agree 37 45.1 80.5 
Strongly Agree 16 19.5 100.0 
Total 82 100.0  
Source; Author (2017) 
The researcher sought to obtain respondents views on whether recruitment is frequently 
conducted in the organization. On this 3.7% strongly disagreed, 7.3% disagreed, 24.4% 
neutral,19.5% strongly agreed while the majority at 45.1% agreed that recruitment is 
frequently conducted. This would be associated with expansion of the company or due to 
turnover related issues. 
 
Table 4.5 Recruitment is done internally 
  Frequency Percent Cumulative Percent 
Valid 
 
 
 
Strongly Disagree 5 6.1 6.1 
Disagree 17 20.7 26.8 
Neutral 20 24.4 51.2 
Agree 25 30.5 81.7 
Strongly Agree 15 18.3 100.0 
Total 82 100.0  
Source; Author (2017) 
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The findings in table 4.5 relate to whether recruitment is carried out internally. 
Respondents (30.5%) and 18.3% agreed and strongly agreed respectively while 24.4% 
were not sure, 20.7% disagreed while 6.1% strongly disagreed. These findings aid in 
concluding that internal recruitment is a source of recruits in the organization. 
 
Table 4.6 Recruitment is done externally 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 8 9.8 9.8 
Disagree 9 11.0 20.7 
Neutral 5 6.1 26.8 
Agree 44 53.7 80.5 
Strongly Agree 16 19.5 100.0 
Total 82 100.0  
Source; Author (2017) 
A part from internal recruitment, the other option is external recruitment. About whether 
recruitment is also done externally an overwhelming majority of 53.7% agreed followed 
strongly agreed at 19.5% while 11% and 9.8% respectively agreed and strongly 
disagreed. The other 6.1% were neutral meaning that the organization uses both internal 
and external recruitment. 
Figure 4.3 Correct recruitment procedure is followed 
 
Source; Author (2017) 
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The findings in figure 4.3 above relate to whether the correct recruitment procedure is 
followed. From the findings 45% and 23% agree and strongly agree respectively while 
12% and 3% agreed and strongly agreed respectively. The other 17% were neutral thus 
leading to a conclusion that the organization conducts recruitment following the correct 
procedure. 
Table 4.7 Candidates are selected on the basis of their competency and qualification 
  Frequency Percent Cumulative Percent 
Valid 
 
Disagree 5 6.1 6.1 
Neutral 21 25.6 31.7 
Agree 34 41.5 73.2 
Strongly Agree 22 26.8 100.0 
Total 82 100.0  
Source; Author (2017) 
Respondents were asked to indicate whether candidates in recruitment were selected on 
the basis of competency and qualification. From table 4.7 respondents 41.5% and 26.8% 
agreed and strongly agreed respectively while 21% and 5% were for neutral and 
disagreed respectively. The findings thus point out that candidates are selected on the 
basis of their competency and qualification. 
Table 4.8 Recruitment and selection process adopted improves performance in the 
organization 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 8 9.8 9.8 
Disagree 6 7.3 17.1 
Neutral 12 14.6 31.7 
Agree 34 41.5 73.2 
Strongly Agree 22 26.8 100.0 
Total 82 100.0  
Source; Author (2017) 
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Respondents were asked whether the process of recruitment and selection approved 
improves performance in the organization. From table 4.8 above, 41.5% and 26.8% 
agreed and strongly agreed respectively while 9.8% and 7.3% strongly agreed and 
disagreed respectively. The other 14.6% were neutral meaning that the recruitment and 
selection process adopted improves performance in the organization. 
Table 4.9 Recruitment exercise is always successful 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 5 6.1 6.1 
Disagree 3 3.7 9.8 
Neutral 17 20.7 30.5 
Agree 37 45.1 75.6 
Strongly Agree 20 24.4 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.9 above relate to whether the recruitment exercise is always 
successful. Respondents (45.1%) followed by 24.4% agreed and strongly agreed 
respectively while 6.1% and 3.7% respectively strongly agreed and agreed respectively. 
The remaining 20.7% were neutral leading to a conclusion that the recruitments 
conducted have been successful. 
4.1.3 Performance Appraisal and Performance 
Table 4.10 Performance Appraisal is fair and objective 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 8 9.8 9.8 
Disagree 12 14.6 24.4 
Neutral 23 28.0 52.4 
Agree 32 39.0 91.5 
Strongly Agree 7 8.5 100.0 
Total 82 100.0  
Source; Author (2017) 
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The findings in table 4.10 above relate to whether the performance appraisal is fair and 
objective. From the findings the majority at 39% agreed while those who strongly agreed 
stood at 8.5% that the process was fair and objective. On the other hand 14.6% disagreed, 
9.8% strongly disagreed while 28% were neutral. This lead to a conclusion that 
performance appraisal is fair and objective 
Figure 4.4 Performance Appraisal is developmental 
 
Source; Author (2017) 
The findings in figure 4.4 above represent responses pertaining whether the performance 
appraisal is developmental. From the findings the majority at 40.2% disagreed followed 
by 26.8% who were neutral. Respondents (12.2%) and 13.4% respectively agreed and 
strongly agreed. The other 7.3 % strongly disagreed thus leading to a conclusion that the 
performance appraisal as much as it is conducted was not developmental. 
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Table 4.11 All managers participate in the appraisal process 
 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 5 6.1 6.1 
Disagree 9 11.0 17.1 
Neutral 18 22.0 39.0 
Agree 31 37.8 76.8 
Strongly Agree 19 23.2 100.0 
Total 82 100.0  
Source; Author (2017) 
The researcher also sought to establish whether all managers participate in the appraisal 
process. From table 4.11 above, 37.8% followed by 23.2% respectively agreed and 
strongly agreed while 6.1% and 11% strongly disagreed and disagreed respectively with 
22% being neutral. These findings point to a conclusion that all managers are involved in 
the appraisal process. 
 
Table 4.12 Management conducts individual assessment and evaluation 
 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 11 13.4 13.4 
Disagree 14 17.1 30.5 
Neutral 9 11.0 41.5 
Agree 33 40.2 81.7 
Strongly Agree 15 18.3 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.12 above relate to whether management conducts individual 
assessment and evaluation. Respondents (40.2%) followed by 18.3% agreed and strongly 
agreed respectively while 17.1% followed by 13.4% disagreed and strongly disagreed 
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respectively. The other 11% were neutral implying that the management conducts 
individual assessments and evaluation. 
 Figure 4.5 All Staff are subjected to the appraisal system 
 
Source; Author (2017) 
The findings in figure 4.5 above relate to whether all staff are subjected to the appraisal 
system. From the findings 57.3% and 9.8% agree and strongly agree respectively while 
13.4% and 3.7% disagree and strongly disagree. The other 15.9% were neutral leading to 
a conclusion that all staff were subjected to the appraisal system. 
Table 4.13 Employees are oriented on performance appraisal procedures 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 7 8.5 8.5 
Disagree 23 28.0 36.6 
Neutral 13 15.9 52.4 
Agree 26 31.7 84.1 
Strongly Agree 13 15.9 100.0 
Total 82 100.0  
Source; Author (2017) 
From table 4.13 above on whether employees are oriented on performance appraisal 
procedures 31.7% and 15.9% respectively agreed and strongly agreed while 28% and 
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8.5% disagreed and strongly disagreed while 15.9% were neutral. These findings indicate 
that employees are oriented on performance appraisal procedures. 
Table 4.14 Performance appraisal is conducted frequently  
  Frequency Percent Cumulative Percent 
Valid Disagree 7 8.5 8.5 
Neutral 8 9.8 18.3 
Agree 42 51.2 69.5 
Strongly Agree 25 30.5 100.0 
Total 82 100.0  
Source; Author (2017) 
The researcher sought to establish whether performance appraisal is conducted 
frequently. From table 4.14 above respondents (51.2%) and 30.5% agreed and strongly 
agreed respectively while 9.8% and 8.5% represents those who were neutral and those 
who disagreed respectively. Otherwise the majority agreed that performance appraisal is 
conducted frequently. 
Figure 4.6 Performance Appraisal process gives feedback to employer / employee 
 
 
Source; Author (2017) 
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Figure 4.6 above shows findings relating to whether performance appraisal process gives 
feedback to employer/employee. From the findings an overwhelming majority of 62% 
agree followed by those who strongly agreed at 26%.On the other hand 6% and 4% 
strongly disagreed and disagreed respectively while 2% were neutral thus leading to a 
conclusion that performance appraisal process gives feedback to employer/employee. 
 
Table 4.15 Performance appraisal improves performance 
  Frequency Percent Cumulative Percent 
Valid Disagree 2 2.4 2.4 
Neutral 13 15.9 18.3 
Agree 35 42.7 61.0 
Strongly Agree 32 39.0 100.0 
Total 82 100.0  
Source; Author (2017) 
Table 4.15 above shows findings relating to whether appraisal improves performance. 
From the findings 42.7%and 39% respectively agreed and strongly agreed while 15.9% 
and 2.4% were neutral and disagreed respectively. This shows that performance appraisal 
improves performance. 
4.1.4 Training and Performance 
Table 4.16 Training opportunities to learn and grow are available 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 2 2.4 2.4 
Disagree 4 4.9 7.3 
Neutral 10 12.2 19.5 
Agree 46 56.1 75.6 
Strongly Agree 20 24.4 100.0 
Total 82 100.0  
Source; Author (2017) 
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In determining whether training improves performance its important first to establish 
whether the training opportunities exist. From table 4.16 above the majority at 56.1% 
followed by 24.4% agreed and strongly agreed respectively that training opportunities are 
available while 4.9% and 2.4% respectively disagreed and strongly disagreed. The other 
12.2% were neutral meaning that training opportunities to learn and grow exist at the 
company. 
Table 4.17 Company supports employee training and career progression 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 2 2.4 2.4 
Disagree 6 7.3 9.8 
Neutral 16 19.5 29.3 
Agree 43 52.4 81.7 
Strongly Agree 15 18.3 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.17 above relate to whether the company supports employee 
training and career progression. From the table 52.4% and 18.3% respectively agreed and 
strongly agreed while 7.3% and 2.4% disagreed .The other 19.5% were neutral thus 
showing that the company supports employee training and career progression. 
Figure  4.7 Training leads to promotion and career growth 
 
 
Source; Author (2017) 
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The findings in figure 4.7 above relate to whether training leads to career growth. 
Respondents (45.1%) and 30.5% respectively agreed and strongly agreed while 9.8% and 
4.9% disagreed and strongly disagreed respectively. The other 9.8% were neutral thus 
concluding that training leads to career growth. 
Table 4.18 Training is conducted frequently 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 6 7.3 7.3 
Disagree 28 34.1 41.5 
Neutral 11 13.4 54.9 
Agree 25 30.5 85.4 
Strongly Agree 12 14.6 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.18 above relate to whether training is conducted frequently. From 
the findings 30.5% and 14.6% respectively agree and strongly agree while 34.1% and 
7.3% disagreed and strongly disagreed respectively and 13.4% being neutral. These 
findings thus show that training is not conducted on frequent basis. Training ought to be 
on frequent basis though the frequency would depend on various factors such as 
frequency of recruitment, frequency of appraisal, costs and training need analysis. 
Table 4.19 Training improves performance and efficiency 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 3 3.7 3.7 
Disagree 2 2.4 6.1 
Neutral 5 6.1 12.2 
Agree 41 50.0 62.2 
Strongly Agree 31 37.8 100.0 
Total 82 100.0  
Source; Author (2017) 
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Table 4.19 above presents findings relating to whether training improves performance 
and efficiency. From the findings 50% and 37.8% respectively agreed and strongly 
agreed that training improves performance and efficiency while 3.7% and 2.4% strongly 
disagreed and disagreed respectively. The other 6.1% were neutral showing that training 
improves efficiency and performance. 
Table 4.20 Training analysis is done and training needs identified 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 2 2.4 2.4 
Disagree 9 11.0 13.4 
Neutral 3 3.7 17.1 
Agree 46 56.1 73.2 
Strongly Agree 22 26.8 100.0 
Total 82 100.0  
Source; Author (2017) 
Good training analyses the needs before the actual process. The findings in table 4.20 
above relate to whether training analysis is done and needs identified. From the findings 
56.1% and 26.8% agreed and strongly disagreed respectively while 11% and 2.4% 
respectively disagreed and disagreed. The other 3.7% were neutral. These shows the 
company conducts training need analysis to identify training needs 
Table 4.21 Training programs are practical and do relate to the actual problems at 
work 
 
  Frequency Percent Cumulative Percent 
Valid Neutral 1 1.2 1.2 
Agree 58 70.7 72.0 
Strongly Agree 23 28.0 100.0 
Total 82 100.0  
Source; Author (2017) 
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Effective training programs should be practical and to relate to the actual problems at 
work. From table 4.30 an overwhelming 70.7% agreed followed by those who strongly 
agreed at 28% while 1.2% were neutral. This shows that the training programs in place 
are practical and relate to actual problems at work. 
 
4.1.5 Talent Management and Performance 
Table 4.22 There are structured systems of developing talent in the organization to 
meet new growth and change requirements 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 3 3.7 3.7 
Disagree 24 29.3 32.9 
Neutral 16 19.5 52.4 
Agree 37 45.1 97.6 
Strongly Agree 2 2.4 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.22 above relate to whether there are structured systems of 
developing talent in the organization to meet new growth and change requirements. 
Respondents 45.1% and 2.4% respectively agreed and strongly agreed while 29.3% and 
3.7% disagreed and strongly disagreed respectively. The other 19.5% were neutral. This 
shows that there are structured systems of developing talent in the organization to meet 
new growth and change requirements. 
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Table 4.23 The firms has established specialized department which deals with 
employees with special talents 
  
Frequency Percent 
Cumulative 
Percent 
Valid Strongly Disagree 11 13.4 13.4 
Disagree 26 31.7 45.1 
Neutral 17 20.7 65.9 
Agree 21 25.6 91.5 
Strongly Agree 7 8.5 100.0 
Total 82 100.0  
Source; Author (2017) 
From table 4.23 above on whether the firm has established specialized department which 
deals with employees with special talents 31.7% and 13.4% respectively disagree and 
strongly disagreed pointing out that the firm has not established specialized department 
which deals with employees with special talents. On the contrary 25.6% and 8.5% agreed 
and strongly agreed while 20.7% were neutral. This shows that the firm has established 
specialized department which deals with employees with special talents. 
Figure 4.8 Talent management strategy is embedded in the overall strategic plan 
 
Source; Author (2017) 
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From figure 4.8 above on whether the management strategy is entrenched in the complete 
strategic plan 32% and 7% agreed and strongly agreed respectively while 30% and 11% 
disagreed and strongly disagreed respectively. The other 20% were neutral thus leading 
to a conclusion that the management strategy is entrenched in the general intentional 
plan. 
Table 4.24 Our company has recruitment and selection practices  that attracts the 
best talents 
 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 6 7.3 7.3 
Disagree 12 14.6 22.0 
Neutral 6 7.3 29.3 
Agree 50 61.0 90.2 
Strongly Agree 8 9.8 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.24 above relate to whether the company has recruitment and 
selection practices that attract best talents. Respondents (61%) and 9.8% agreed and 
strongly agreed respectively while 14.6% and 7.3% disagreed and strongly disagreed 
respectively. The remaining 7.3% were neutral. These findings point out that the 
company has recruitment and selection practices that attract best talents. 
 
 
 
 
 
44 
 
Figure 4.9 Potential Talent review sessions consist of cooperative and collaborative 
decision- making 
 
 
Source; Author (2017) 
The findings in figure 4.9 above relate to whether potential talent review sessions consist 
of cooperative and collaborative decision- making. Respondents (38%) agreed,5% 
strongly agreed,27% disagreed while 30% were neutral .This shows that Potential Talent 
review sessions consist of cooperative and collaborative decision- making. 
Table 4.25 Talents are well developed in the company 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 5 6.1 6.1 
Disagree 10 12.2 18.3 
Neutral 20 24.4 42.7 
Agree 33 40.2 82.9 
Strongly Agree 14 17.1 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.25 above relate to whether talents were well developed in the 
company. Respondents 40.2% and 17.1% agreed and strongly agreed respectively while 
12.2% and 6.1% disagreed and strongly disagreed respectively. The remaining 24.4% 
were for neutral. This shows that talents are well developed in the company. 
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Table 4.26 Talent management strategy is formal, well documented and shared with 
all employees 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 4 4.9 4.9 
Disagree 33 40.2 45.1 
Neutral 16 19.5 64.6 
Agree 23 28.0 92.7 
Strongly Agree 6 7.3 100.0 
Total 82 100.0  
Source; Author (2017) 
Table 4.26 above presents findings relating to whether talent management strategy is 
formal, well documented and shared with all employees. From the findings 40.2% and 
4.9% disagree and strongly disagree while 28% and 7.3% agreed. The other 19.5% were 
neutral. This shows that talent management strategy present but is not formal, well 
documented and shared with all employees. 
Table 4.27 Senior executives spend significant amount of time devoted to managing 
talent management issues 
  Frequency Percent Cumulative Percent 
Valid Strongly Disagree 12 14.6 14.6 
Disagree 39 47.6 62.2 
Neutral 18 22.0 84.1 
Agree 10 12.2 96.3 
Strongly Agree 3 3.7 100.0 
Total 82 100.0  
Source; Author (2017) 
The findings in table 4.27 above relate to whether senior executives spend significant 
amount of time devoted to managing talent management issues. From the findings 47.6% 
and 14.6% disagreed and strongly disagreed respectively while 12.2% and 3.7% agreed 
and strongly agreed respectively. The other 22% were neutral. These findings reveal that 
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Senior executives do not spend significant amount of time devoted to managing talent 
management issues. 
Figure 4.10 Talent management improves performance in our company 
 
 
Source; Author (2017) 
Figure 4.10 above relates to whether talent management improves performance of the 
company. Respondents (41%) and 39% respectively strongly agreed and agreed while 
10% and 4% respectively disagreed and strongly disagreed. The remaining 6% were 
neutral meaning that talent management improves performance of the company. 
 
4.2 Limitations of the Study   
4.2.1 Lack of Cooperation 
There was lack of cooperation from respondents who are sometimes busy with their daily 
duties and not be willing to give much of their time and fall behind their schedules. To 
overcome this, the researcher emphasized on the importance of the study and 
respondents’ contributions which made the study a success. 
 
4.2.2 Confidentiality 
Some of the information required to make the study more successful was very 
confidential due to the fear that such information may leak to the competitors. Issues of 
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trust also arose especially on matters pertaining to how such important information would 
be handled with discrete and be kept safely from wrong hands. To overcome this 
challenge the researcher obtained a letter of introduction to assure respondents that the 
material given would be preserved with confidentiality. 
 4.3 Chapter Summary 
This chapter namely presentation, analysis and interpretation od data began with a 
response rate analysis showing the relationship between the questionnaires issued and the 
actual ones returned and analyzed where the response rate was above the threshold of 
65%.The next item was presentation of findings starting with background information 
followed by those related to study objectives using both tables and charts. The chapter 
then finalizes with limitations of the study. 
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CHAPTER FIVE 
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction  
The chapter discusses the summary of findings, conclusions and recommendations of the 
research study and suggestions for further study. 
5.1 Summary of Findings  
5.1.1 How does recruitment affect organizational performance at Bidco Africa? 
Respondents were asked whether the enlistment and determination process received 
enhances execution in the association. From the discoveries 41.5% and 26.8% concurred 
and firmly concurred separately that the enlistment and determination process embraced 
enhances execution in the association particularly where applicants are chosen on the 
premise of their competency and capability. The procedure outfits the association with a 
pool of qualified staff from both inner and outside sources. As per Gamage (2014) if 
organizations enlist and select the wrong applicants who are not competent will prompt a 
gigantic negative cost which organizations won't have the capacity to manage. In this 
manner, the general point of enrollment and determination inside the association is to get 
the number and nature of workers that are required to fulfill the key destinations of the 
association, at negligible cost. 
 
5.1.2 In what ways does employee performance appraisal affect organizational 
performance at Bidco Africa? 
From the findings 42.7%and 39% respectively agreed and strongly agreed that free and 
objective performance appraisal improves performance because when the management 
conducts individual assessments and evaluation the process gives feedback to 
employer/employee about their performance expectations. However performance 
appraisal is only effective if its conducted in a structured manner and is developmental in 
nature. In a study carried out by Ndirangu and Ngari (2014) to establish the influence of 
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performance appraisal quality on employee performance in investment management 
firms in Kenya. He used multiple regressions and in his findings established that 
performance expectations had effect on job performance to a great extent.  
 
5.1.3 How does training contribute to organizational performance at Bidco Africa? 
From the findings 50% and 37.8% respectively agreed and strongly agreed that training 
improves performance and efficiency. Good training analyses the needs before the actual 
process. An overwhelming 57% agreed followed by strongly agreed that the trainings 
conducted have been successful. Effectiveness result because the training programs have 
been practical and related to the actual problems at work. Training also leads to career 
growth. In the expressions of Tharenou et al (2007) the primary motivation behind 
preparing is to advance the association's viability. Preparing likewise affects 
representative execution and hierarchical execution. In the spare view Aguinis and 
Kraiger (2009) indicated out that preparation enhances the general association 
gainfulness, viability, profitability, and income and different results that are specifically 
identified with the preparation in enhancing the nature of administrations. 
 
 
5.1.4 To what extent does talent management affect organizational performance at Bidco 
Africa? 
Respondents (41%) and 39% respectively strongly agreed and agreed that talent 
management improves performance of the company. From the findings relating to 
whether the company has recruitment and selection practices that attract best talents 
respondents (61%) and 9.8% agreed and strongly agreed respectively that the company 
has recruitment and selection practices that attract best talents to ensure that talents are 
identified and nurtured with a view of having them applied in various departments. 
However this depends on whether the management strategy about talent management is 
embedded in the overall strategic plan. Kenani, (2011) built up that there appeared to be a 
dire requirement for expanding logical learning and aptitudes of the workers at 
geothermal organizations in Kenya.This implies that Human asset administration should 
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put more accentuation on the beneficial advancement and utilization of individuals in the 
organization to all in all accomplish the key business targets of the association. 
5.2 Recommendations 
5.2.1 Recruitment 
For recruitment to be effective first candidates should be selected on the basis of their 
competency and qualification. Secondly the organization should conduct recruitment 
following the correct procedure and that the organization use both internal and external 
methods of recruitment. 
 
5.2.2 Performance appraisal 
Performance appraisal should be conducted frequently and management should make 
sure that the employees are oriented on performance appraisal procedures. All staff 
should also be subjected to the appraisal system. The management should conduct 
individual assessments and evaluation and ensure that all managers are involved in the 
appraisal process. 
Respondents indicated that the performance appraisal as much as it is conducted was not 
developmental. It is therefore recommended that the appraisal process be conducted with 
a view of developing employees and that the process of performance appraisal is fair and 
objective. 
 
5.2.3 Training 
The findings show that training is not conducted on frequent basis. Training ought to be 
on frequent basis though the frequency would depend on various factors such as 
frequency of recruitment, frequency of appraisal, costs and training need analysis. The 
company should support employee training and career progression and ensure that 
training opportunities to learn and grow exist at the company 
 
5.2.4 Talent management 
Senior officer in the organisation should invest a lot of time and energy dedicated to 
managing talent management subjects in the company. The firm should establish a 
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specialized department which deals with employees with special talents. The company 
should also have some structured systems of developing talent in the organization to meet 
new growth and change requirements. Finally talent management strategy present should 
be formal, well highlighted and effectively communicated with all staff members plus all 
potential talent review sessions to consist of cooperative and collaborative decision- 
making. 
5.3 Conclusion  
This study sought to establish the effects of recruitment and selection, performance 
appraisal, training and talent management on organizational performance. The 
recruitment and selection process adopted improves performance in the organization 
especially where candidates are selected on the basis of their competency and 
qualification. Free and objective performance appraisal improves performance because 
when the management conducts individual assessments and evaluation the process gives 
feedback to employer/employee about their performance expectations. Training improves 
performance and efficiency. Good training analyses the needs before the actual process. 
From the findings relating to whether the company has recruitment and selection 
practices that attract best talents respondents, the company has recruitment and selection 
practices that attract best talents to ensure that talents are identified and nurtured with a 
view of having them applied in various departments. 
 
5.4 Suggestion for Further Studies 
The researcher recommends that the study be extended to other organizations a part from 
Bidco Africa to identify other factors a part from those identified by this study. The other 
studies may also focus primarily on secondary data to eliminate the possibility of 
personal opinion as a result of collection of data through questionnaires and interview 
method. 
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APPENDIX 1: INTRODUCTORY LETTER 
 
To whom it may concern 
  
RE: FACTORS AFFECTING ORGANIZATIONAL PEFORMANCE IN THE 
MANUFACTURING SECTOR: A CASE STUDY OF BIDCO AFRICA   
 
My name is LILIAN NYABUTO; ADMIN :BML/10/00333/1/2015. Am a student  at 
The Management university of Africa pursuing Bachelors of Management and leadership 
and currently conducting an academic research in partial fulfillment of the requirement of  
the Award of Degree of Bachelor of Management and Leadership at The Management 
University of Africa. I wish to request your permission to spend 30 minutes with you to 
assist me with information that will help me achieve this endeavor. The information 
collected in this schedule is purely for academic purposes and shall not be shared with 
anyone except the examiners. Your identity will not be revealed to anyone and 
information herein will be treated with utmost confidentiality. 
 
 
Yours Sincerely 
 
LILIAN NYABUTO 
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APPENDIX II: RESEARCH QUESTIONNAIRE 
 
Dear respondent,  
This questionnaire is meant to collect data for a research paper on FACTORS 
AFFECTING ORGANIZATIONAL PEFORMANCE IN THE 
MANUFACTURING SECTOR: A CASE STUDY OF BIDCO AFRICA You have 
been identified as one of the respondents for this research. You are kindly requested to be 
honest and exhaustive in filling the questionnaire. Please note that the information given 
is purely for research purposes.  
 
Instruction: Please fill in the spaces provided or tick inside the boxes as appropriate 
 
SECTION A: BACKGROUND INFORMATION 
 
Gender  
a) Male  [ ] 
b) Female  [ ] 
1. Age in Years  
18 -25  [ ] 
26 -35  [ ] 
36-45  [ ] 
46 -55  [ ] 
Above 55  [ ] 
 
2. Position held  
a) Top Management   [ ] 
b) Middle management   [ ] 
c) Lower management [ ]   
d) Subordinate staff  [ ] 
3. Level of Education 
Certificate [     ]  
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Diploma [     ]      
1ST Degree  [     ]     
Masters [     ]             
Doctorate  [     ] 
SECTION B: HUMAN RESOURCE MANAGEMENT PRACTICES ON 
MANUFACTURING FIRMS In this section please tick (√) the most appropriate 
response for each statement. Strongly agree (5), Agree (4), Neutral (3), Disagree (2), 
strongly disagree (1). 
 
RECRUITMENT PRACTICES  
Kindly indicate the level of Agreement / Disagreement with below statements as they 
relate to recruitment in your organization.  Please tick (√) the most appropriate response 
for each statement. Strongly agreed (5), Agree (4), Neutral (3), Disagree (2), strongly 
disagree (1). 
 
Rating 
 Statements 1 2 3 4 5 
1 Recruitment is frequently conducted      
2 Recruitment is done internally      
3 Recruitment is done externally      
4 Correct recruitment procedure is followed      
5 Candidates are selected on the basis of their 
competency and qualification 
     
6 Recruitment and selection process adopted 
improves performance in the organization 
     
7  Recruitment exercise is always successful      
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PERFOMANCE APPRAISAL PRACTICES 
Kindly indicate the level of Agreement / Disagreement with below statements as they 
relate to performance appraisal in your organization.  Please tick (√) the most appropriate 
response for each statement. Strongly agreed (5), Agree (4), Neutral (3), Disagree (2), 
strongly disagree (1). 
Rating  
 
 Statements  
 
1 2 3 4 5 
1 Performance Appraisal is fair and objective      
2 Performance Appraisal is developmental      
3 All managers participate in the appraisal process      
4 Management conducts individual assessment and 
evaluation 
     
5 All Staff are subjected to the appraisal system      
6 Employees are oriented on performance appraisal 
procedures 
     
7 Performance appraisal is conducted frequently      
8 Performance Appraisal process gives feedback to 
employer / employee 
     
9 Performance appraisal improves performance      
 
TRAINING PRACTICES 
 Kindly indicate the level of Agreement / Disagreement with below statements as they 
relate to Training in your organization.  Please tick (√) the most appropriate response for 
each statement. Strongly agreed (5), Agree (4), Neutral (3), Disagree (2), strongly 
disagree (1). 
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Rating 
 Statements  
 
1 2 3 4 5 
1 Training opportunities to learn and grow are 
available 
     
2  Company supports employee training and career 
progression 
     
3 Training leads to promotion and career growth       
4 Training is conducted frequently      
5 Training improves performance and efficiency      
6 Training analysis is done and training needs 
identified 
     
7 Trainings conducted are a success      
8 Training programs are practical and do relate to 
the actual problems at work. 
     
 
TALENT MANAGEMENT PRACTICES 
Kindly indicate the level of Agreement / Disagreement with below statements as they 
relate to Talent management in your organization.  Please tick (√) the most appropriate 
response for each statement. Strongly agreed (5), Agree (4), Neutral (3), Disagree (2), 
strongly disagree (1) 
Rating 
 Statements  
 
1 2 3 4 5 
1 There are structured systems of developing talent 
in the organization to meet new growth and 
change requirements 
     
2 The firms has established specialized department 
which deals with employees with special talents 
     
3 Talent management strategy is embedded in the      
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overall strategic plan 
4 Our company has recruitment and selection 
practices  that attracts the best talents 
     
5 Potential Talent review sessions consist of 
cooperative and collaborative decision- making 
     
6 Talents are well developed in the company      
7 Talent management strategy is formal, well 
documented and shared with all employees 
     
8 Senior executives spend significant amount of 
time devoted to managing talent management 
issues 
     
9 Talent management improves performance in our 
company 
     
Thank you 
 
 
